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introduction 
INTRODUCTION 
JOB: 
Job is a complex interrelat ionship of tasks , roles, 
responsibilities, interaction, incentives and rewards. The 
qual i ty of work life refers to the favourab leness or 
unfavorableness of the job environment for people. Since 
people and the environment have changed, increased 
attention needs to be given to improving the quality. Jobs 
are required to fit people as well as technology. 
Job enrichment applies to any efforts to humanize 
jobs, particularly the addition of motivators to jobs. Core 
dimensions of jobs that especially provide enrichment are 
variety, task identity, task significance , autonomy and 
feed back. It is helpful if na tu ra l work modules and 
natural work teams can be built. In spite of its disability, 
job enrichment is a contingency relationship, being more 
applicable in some situations than others. 
Job Satisfaction: 
Job satisfaction denotes a process of gaining desired 
things at the desired level on the job. Job satisfaction 
seems to be constituted of matters which are experienced 
while performing a job. For example, it may be a job 
soiling the body and c lo thes of the workmen and 
appearing to him as a dirty job. It may be a difficult job 
[ 1 ] 
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to perform, it may be requiring mostly manual labour. The 
job may not have been viewed by the work men's family. 
Several other things may make the job more dignified or 
less dignified to perform. Next, the job when well done 
even in the eyes of the supervisors but if not recognized 
may become a matter of low satisfaction to the workmen. 
J o b sa t i s fac t ion is an in tegra l componen t of the 
organizational climate and an important element in the 
management employee relationship. 
In simple words , it is an indiv idual ' s emot ional 
reaction to the mob itself. 
The satisfaction with work and work related factors 
contribute to the individuals happiness. Job satisfaction is 
the result of various attitudes the employee holds towards 
the job, related factor and towards life in general. It is 
general attitude, an attitude which is the result of many 
specific attitudes which could be classified as under: 
A situational factor or specific job factor . 
B individual characteristics; and 
C group and social relationship outside the job. 
Before accepting the job we develop aspirations 
and our satisfaction in our job depends upon by the 
extent to which our needs and aspiration are fulfiled by 
the job. The job and the way of life that goes with them 
[ 2 ] 
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enab le one to play the k ind of role t h a t one w a n t s to 
plays. 
Job satisfaction is believed to be the sum of the job 
facet satisfaction across over all factors of a Job Scheffer, 
Akhter, pestonjee and Ewen repor t a positive correlat ion 
between the overall satisfaction and facet satisfaction. 
J o b sa t i s fac t ion may be viewed a s the p l e a s u r a b l e 
emotional state resulting from the perception of one in job 
a s fulfiling or allowing the fulfilment of one 's impor t an t 
job value provided these values are compatible with one's 
needs it may be pe rs i s t en t feeling towards d iscr iminable 
aspec ts of a job si tuation. J o b satisfaction may be global 
or specific. Sometimies it is referred to a s an over all 
feeling of satisfaction i.e, satisfaction with the si tuation as 
a whole (global satisfaction). At other t imes it refers to a 
p e r s o n ' s fee l ing t o w a r d s spec i f i c d i m e n s i o n of w o r k 
environment (factor specific satisfaction). 
While dealing with the concept of job satisfaction it is 
i nev i t ab l e to over look the c o n c e p t s of m o t i v a t i o n a n d 
morale a s satisfaction is one of the ingredient to boost up 
motivation and morale. 
M o t i v a t i o n a l c o n c e p t s p lay a major ro le in m o s t 
s e r i o u s effor ts to a n a l y s e a n d e x p l a i n b e h a v i o u r . I t s 
central assumpt ion is that , "behaviour is directed towards 
pleasure and away from pain." 
[ 3 ] 
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One of the motivating forces for an employee is his 
satisfaction with the job. Job satisfaction is one of the 
ingredients of job motivation. 
Morale is also one of the important aspects of job to 
be d i s c u s s e d with sa t i s fac t ion a s job sa t i s fac t ion 
contributes to heighten morale. 
The term "job satisfaction" was brought to limelight is 
the research literature by Hoppock in 1935. He define 
sa t i s fac t ion as "any combina t ion of Psychological , 
physiological, and environmental circumstances that causes 
a person truthfully to say, I am satisfied with my job". In 
this definition the underlying assumption is that, "It is 
possible for a worker to balance specific sat isfaction 
against the specific dissatisfaction and thus to arrive at a 
composite satisfaction with the job as a whole". 
Job satisfaction has also been operationalized as the 
sum of goal attainment or need fulfilment when summed 
across job facets. Porter and Alderfer seem to be in 
agreement with this view. 
Vroom's model b e a r s s imi la r i t ies to the above 
mentioned approach of Porter and Alderfer. The over all 
satisfaction may be taken as the some as Vroom's valence 
for a job . Porter defines sat isfact ion as the sum of 
deference of how much there is now and how much 
should be there," across various facets. Satisfaction is 
[ 4 ] 
introduction 
defined in need fulfilment terms by Lofquest and Dawis 
as the "correspondence between reinforce system of the 
work environment and the individual's need. 
J o b sa t i s fac t ion refers to a pe r son ' s feeling of 
satisfaction on the job which acts as a motivation to 
work. Job satisfaction is closely related to job. "Job" from 
the operat ional point of view is not only an activity. 
Which is performed under constructual agreement and for 
which one gets aid bu t it also refers to the to ta l 
re la t ionship with an individual with the firm not the 
specific duties or responsibilities which he might have. 
Satisfaction means the simple feeling states accompanying 
the at tainment by an impulse, situation which meets a 
need or represents goal." (Survey, 1974) 
Deflnitions 
Bullock (1952)1 considers "job satisfaction as an 
a t t i t u d e which r e s u l t s from a ba lanc ing and 
s u m m a t i o n of many specific l ikes and d is l ikes 
exper ienced in connec t ion with the job . These 
evaluation may rest largely upon one's own success or 
failure in the achievement of personal objectives and 
upon the perceived con t r ibu t ion of the job and 
company towards these ends." 
Job satisfaction defined by Vitcle (1953)2 Morale is 
an attitude of satisfaction with desire to continue in 
and willingness to strive for the goals of a particular 
[ 5 ] 
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group or organization. It appears from this definition 
that morale is more future oriented, while satisfaction 
is more present and past oriented. Morale is often 
group based on a sense of common purpose and the 
belief tha t group goals can be a t t a ined and are 
compatible with individuals goals while satisfaction 
typically refers to the appraisal made by an individual 
regarding his job situations. 
Smith (1955)^ suggests that job satisfaction is "the 
employee's judgement of how well his job on the 
whole is satisfying his various needs." 
Blum (igSS)"* s tated that , "job satisfaction is the 
result of various attitudes possessed by an employee." 
He further emphasizes that there attitudes are related 
to the job and are concerned with such specific 
factors as supervisor , s t ead ines s of employment , 
cond i t ions of work, advancemen t o p p o r t u n i t i e s , 
recognition of ability, fair evaluation of work social 
relation on the job, prompt settlement of grievances, 
fair treatment by employer, and other similar aspects. 
According to Robert (1966)^ job satisfaction comprises 
"Those outward orinner manifestat ions which give 
individual a sense of enjoyment and accomplishment 
in the performance of his work. Job satisfaction may 
come from the product or item produced, from the 
speed with which it is accomplished or from other 
16] 
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feature relating to the job and its performance. 
Crtes (1969)^ tried to make distinction between job 
satisfaction, vocational satisfaction and moral. He 
states that job satisfaction refers to the satisfaction 
derived from over all job in which the individual is 
employed at present . It it is the type of work in 
which the individual has been trained and for has 
gained experience in several jobs ( two or more), then 
the concept would be referred to as to as vocational 
sa t i s fac t ion would be morale . Cri tes s t a t e s tha t 
H u r m a n ' s s tudy of 1996 also mode d i s t inc t ion 
be tween the voca t iona l sa t i s fac t ion and job 
satisfaction. 
Pestonjee (1973)^ reviewed various factor analytic 
s t u d i e s and defined morale a s "an a t t i t u d e of 
employee which predisposes them to view their leader 
(supervisor) , the i r company and it pol ices as 
contributing to or thwarting their need satisfaction an 
index of their regard for the organizat ion which 
employees them." 
Shina (1974)^ defines job sa t i s fac t ion a s a 
" re in tegra t ion of effect p roduced by ind iv idua l s 
perception, fulfilment of his needs interrelation to his 
work and the situation surrounding it. 
Lock (1976)^ save a comprehensive definition of job 
satisfaction as pleasurable or positive emotional state 
[ 7 ] 
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r e su l t ing from the appra i sa l of one 's job or job 
experience." Job satisfaction is the result of employees 
perception of how will their job provide those things 
which they view as important. 
Paul (1977)^° stated "job satisfaction refers to the 
favourab leness or un favaourab l enes s with which 
employees view their work." It expresses the amount 
of agreement between one's expectations of the job 
and rewards that job provides to the person. 
Jornot (1978)" stated "job satisfaction is a part of 
life satisfaction." The nature of one's environment off 
the job. Similarly a job is an important part of the 
life, job satisfaction influences one 's general life 
satisfaction. 
THEORIES OF JOB SATISFACTION: 
As regards the theories of job satisfaction, a number 
of them have been proposed but the few outs tanding 
among then may be labeled as 'motivator hygiene,' "equity 
theory" and the "expectancy or path goal theory". 
1 "The Motivator Hygiene theory". This theory was 
given by Herzberg, Mausner and Synderman (1959) greatly 
helped Herzberg and his associates in formulating the 
theory. They used semi structured interviews to collect 
data from engineers and accountants. They concluded that 
achievement, recognition nature of work responsibility and 
[ 8 ] 
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advancement were motivators or job content factors . 
Workers who were dissatisfied with their work scope 
mainly of the job con ten t or hygiene factors , which 
included company policy and administration, supervision 
etc. They pointed out that satisfaction and dissatisfaction 
do not lie on the same cont inum. Also the effect of 
motivators on the job attitudes are relatively enduring as 
compared to hygiene factor. 
Ewen (1964) cri t icized th i s view and said t ha t 
Herzberg's findings are against the traditional views which 
maintain that a given variable in the work situation can 
cause both job satisfaction and job dissatisfaction. Such 
as salary, supervisor, may on one hand be a satisfies and 
on the other a dissatisfier. Another major criticism of 
Herzbeng's contention was that since only engineers and 
accountants participated in the study the results may not 
be applicable to other occupational groups. 
2 Equity Theory: 
It is the equity theory's perception tha t for some 
types of needs, a person's performance level for the thing. 
That fulfils the need is effected by a social comparison 
process. A person compares his pay to that of workers 
who have a similar seniority. If a person's pay is higher 
or less than person's compared, he will perceive it be 
inequitable Adams suggests that whenever two individuals 
exchange any th ing , the re is a poss ibi l i ty of feeling 
[ 9 ] 
^ntroduct ion 
arousing in one or both of them that the exchange so 
done is in equi table . Such is the case when a man 
exchanges his services for pay. On the man's side of the 
exchanges are his education, inteUigence, training skill , 
age, social s t a t u s and his efforts. Under specia l 
circumstances other attributes like personal appearance, 
become re levant , they are what he perceives as his 
contribution to the exchange for which he expects a just 
return. 
3 "Expectancy** ot •*Path-Goal'* Theory : 
Many investigators have contributed to this theory but 
the main exponent Vroom (1964). He defines expectancy 
as a person ' s perception of how his ac t ions can be 
related to the a t ta inment of first level outcomes. The 
'force' impelling a person to perform a par t icular job 
related action depends on a (valence) person's performance 
(Valence) for a first level outcome and his subjective 
probability estimate (expectancy) that his action will result 
in attaining that outcome. The force denotes the action 
will be omit ted . Combining i n s t r u m e n t a l i t y with 
expec tancy , hypo thes i s r e la ted behav iou r s s u c h a s 
occupational choice taking or staying on a job or exerting 
effort on becoming effective. The valence for attaining the 
first level out come depends on what the individual 
perceives the consequences at that outcome and attractive 
these other consequences are. 
[ 1 0 ] 
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Determinants of Job Satisfaction 
One of the problems faced by industrial psychologist 
is to account for the fact that people differ in the extent 
to which they report satisfaction with their jobs. It is 
typically assumed that the explanation of these differences 
lies in the nature of the job. C .K. Basu pointed that out 
"Job satisfaction has many interrelated factors which can 
never be completely isolated from one another. The recent 
research findings tends to suggest that there is a 'general 
factor' of job satisfaction. This general factor as working 
conditions, job supervision etc. 
The following are some determinants which effect the 
job satisfaction level. 
1 Pay: 
Pay, which the worker gets is considered as one of 
the most important factor of job satisfaction. There has 
been a persistent controversy over the importance of pay 
to workers. Economists and many executives are prone to 
stress the importance of the size of the pay cheque in 
determining a worker's job satisfaction. The assumption is 
described by the social scient is ts associated with the 
'human relations movement' who typically view economic 
factors a s highly over emphas ized and s t r e s s the 
importance of the satisfaction of social and ego needs. 
Both sides can find some support for their position. 
[ 11 ] 
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When workers are asked to rank different aspects of the 
work role in terms of their importance, pay tend to be 
rated as less important than security, opportunity for 
advancement and company and management but as more 
important than job content, supervision, the social aspects 
of the job, communication working condition and benefits 
(Herzberg 1957). But pays are found to be the most 
frequent source of dissatisfaction, 
2 Supervision 
The importance of the worker supervisor relationship 
as a course of job satisfaction can broadly be questioned. 
Through the foreman the worker daily meets management 
face to face. From him he receives most of the 
accompanies directions and the orders which effect him. 
Through the supervision he is told to communicate his 
own requests for complaints to upper management. So the 
workers job satisfaction and dissatisfaction depends on 
the supervisory behaviour to a large extents. 
A variety of studies should liking and disliking of the 
job depends on boss behaviour. A friendly supervisory 
subord ina te re la t ionship appeared to generalize to a 
favourable work climate. The importance a t tached by 
workers to the quality of supervision results from the fact 
that the supervisor is in a way a representative of the 
company. 
[ 1 2 ] 
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3. Job Security: 
Psychologists such as Maslow have identified job 
security as one of the main component of workers job 
satisfaction. Threats to job security can arise from either 
economic factors that lead to a reduction of the demand 
for labour or from an employer decision to discharge a 
worker for poor work performance or related reasons. 
4. Advancement opportunity 
The oppor tun i t i e s for promotion or advancemen t 
afforded organization member are highly variable and are 
often assumed to have a marked effect on job satisfaction 
.Actually the sense of advancement opportunity is fallen 
that workers is taken that workers want jobs better than 
their previous jobs. 
Morse (1953) found a positive relationship between 
persons statements of their promotional opportunities and 
their satisfaction with these. 
5. Working Condition 
working condit ion is ano ther factor which h a s a 
market effect on job satisfaction. If he working condition 
is good the employees will find it easier to carry out 
their activities. If the working condition is not conducive 
it will be difficult for them to perform the duties. In other 
words the effect of working condition is similar to that of 
[ 1 3 ] 
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work group. If the working condition is good then there 
will be no job satisfaction problem. If it is not upto the 
mark it will lead to dissatisfaction. Most people do not 
give great deal of importance to working conditions unless 
and until it is very bad bit they tend to overlook the fact 
that good working condition is essential for efficient and 
smooth production. 
6 Personal Adjustment 
Many pe r sons a s sume t h a t job d issa t i s fac t ion is 
primarily caused by personal maladjustment. Poor health, 
too low or too high intelligence and personality difficulties 
are thought to account for most of the differences in job 
satisfaction. Hawthrone studies have shown the influence 
of temporary illness upon satisfaction. Acute or chronic 
illness have some effect on job satisfaction, age also effect 
this in decreasing degree. It is often asserted that dull 
workers are dissatisfied with complex jobs and bright ones 
with repetitive ones. 
7. Fellow workers 
The nature of the work group will have an effect on 
job satisfaction. Friendly, co-operative, co-workers are a 
most source of job satisfaction to individual employees. 
The work group serves as a source of support, comfort 
and assistance to individual workers. A cooperative work 
group makes the job more enjoyable. However this factor 
is not an essential prerequisite for job satisfaction. On the 
[ 1 4 ] 
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other hand if reserve condition exists, people do not along 
with each other this may have a negative effect in job 
sat isfact ion, for example many workers have low job 
satisfaction because they feel that they are subject to 
male s te reo typ ing which h i n d e r s the i r c h a n c e s for 
promotion. 
8. Family issues 
Not only those issues which are discussed above, 
effect the level of satisfaction and dissatisfaction in the 
workers but there are some family problems which are 
also closely related to job satisfaction. Illness of the family 
members and internal conflict are some of the examples. 
9. Job status 
Job s ta tus means that what is the place of job in 
the society in respect of wages, social values. There is a 
wealth of evidence to support the asser tat ion that job 
s ta tus is the most important factor in job satisfaction. 
Hoppok (1935) found the degree of satisfaction directly 
related to social s ta tus of the occupations, professional 
and managerial workers were most enthusiastic than sub 
professional and supervisory personnel; and next white 
collar and skilled workers followed by semiskilled and 
unskilled workers. 
10 Type of work 
Some employees find their work activities interesting 
[ 1 5 ] 
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and satisfying and their were satisfied while some workers 
were having repetitive a bore dom work, were dissatisfied 
to some extent. 
Work interest, the intrinsic satisfaction of the job, is 
an important element in the workers over all satisfaction. 
A survey of factory workers showed it to be one of the 
five important factors. In another investigation, nearly 
6000 factory workers were asked to select in order of 
importance, to five factors which they believed had the 
greatest effect on the their at t i tude towards their job. 
Only job security and pay were rolled higher than the 
type of work performed. 
CONCLUSION 
We may conclude that job satisfaction is governed, to 
a large extent by perceptions and expectations. Men work 
to satisfy their needs and they aspire or expect their work 
life to fulfil these needs. For perfect job satisfaction there 
should exist a one to one re la t ionsh ip between the 
perception of how well the job life fulfils the various 
needs and expectations or aspirations of the individual 
regarding the extent to which these needs should have 
been fulfilled. 
Job Involvement 
It is to ment ion here t ha t the concept of job 
[16 1 
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involvement came into prominence in 1960s when heavy 
emphasis was already being made in the areas of job 
motivation and job satisfaction. Lodahl and Kejner (1965) 
for the first time developed a scale for the measurement 
of job involvement. Within a very short span of time the 
phenomena of job involvement gained i ts impor tance 
among a mangers . Supervisors and psychologists who 
s ta r ted considering job-involvement as a cri terion for 
measuring work-performance. The work of job-involvement 
as witnessed from the l i tera ture has advanced from 
descriptive and theoretical stage to more theoretical and 
empirically explanative stage. 
Lodahl and Kejner (1965) pioneers in the area of job 
involvement con tended t h a t job involvement is the 
internalization of values about the goodness of work or 
the importance of the work in the worth of person and 
perhaps it, thus measures the case with which the person 
can be further socialized by an organization. 
Lodahl and Kejners contention about the emphasis on 
the in t e rna l i za t ion of va lues . It i s , therefore , qui te 
reasonable to mention that values orientation towards work 
is learnt in early socialisation process . Lodahl (1964) 
himself had real ized t h a t dur ing the p roces s of 
socialization certain work values are injected into the self 
of the individual that remains dynamically active even at 
the later stage in the form of employees reactions and 
attitudes towards job, for e.g. there is a concept of work 
[17] 
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in Hindu mythology that stages "work is worship". Hence 
their rel igious value plays a very impor tan t role for 
inducing involvement in work activities. Similarly, in Islam 
greater emphasis has been given to earn a living through 
Is lamic ways which p u t s i t s e m p h a s i s on hones ty , 
s incer i ty and respons ib i l i ty . Honesty, s incer i ty and 
responsibility i performing any work activity indirectly 
change employees behaviour positively in the work context. 
In the same way, all o ther re l igions in the world 
emphasise directly or indirectly to certain work values that 
develop commitment and job involvement. Ansari (1988) 
has reported the importance of socio-cultural aspects for 
influencing the behaviour of job involvement. According to 
him the social environment where everyone is working and 
enterprising and to be an enterprising becomes a social 
norm which work as a compelling force for the people to 
get socialized by internalizing the socio-cultural norms and 
consequently get committed and job-involved. 
The phenomenon of job - involvement h a s been 
defined by different people. In the words of Lodahl & 
Kejner (1965)^2 "the degree to which a person identifies 
psychologically with his work or the importance of his 
work in his tota l self image is cons idered as job-
involvement". 
"According to Lawler & Hall (1970)i3 job involvement 
h a s been defined as referr ing to "psychological 
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identification with one's work" a well as "the degree to 
which the job situations is central to the person and his 
identity". 
Kanungo (igyQ)^"* ques t ioned the t r ad i t i ona l 
i n t e r p r e t a t i o n and poin ted out sociological and 
psychological approaches to the job involvement. According 
to Kanungo, involvement may appear in two different 
contexts (i) involvement with a 'specific job ' , and (ii) 
involvement with 'work in general'. This classification of 
job involvement by Kanungo and his associates add a 
major i n p u t towards the advancemen t of the most 
contravention phenomenon. 
Kanungo (1982)^5 ggg^ ^-^e p h e n o m e n o n of job 
involvement as 'a cognitive s t a t e of psychological 
identification with the job and depends on the degree to 
which the job is perceived to meet one's salient needs, be 
they intrinsic and extrinsic". A review of definitions of job 
involvement witness three important factors responsible for 
the creat ion of job involvement which are (i) factors 
related to employees (ii) aspects of work itself and (iii) 
organizational condition. 
The numerous s tudies have been done on the job 
involvement since the work done by Lodahl and Kejner 
(1965). Almost in the same year Bass (1965)^^ conducted 
a s tudy and found job involvement having posi t ive 
influence on work performance, Runyon (1973)1^ states job 
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involvement as a relatively stable personal charactersistics 
and points out that men are traditionally more likely to 
value work than women aside from its importance to earn 
a living. 
So far as the studies of job involvement in India are 
concerned, it is to mention tha t s tudies in th is area 
s tar ted much later than in the west, however, efforts 
made to study job involvement, keeping in view the Indian 
social-cultural milieu, are highly commendable. Researchers 
conducted on demographic variables have not been found 
uniformly related to job involvement. The variation in the 
influence of job involvement can be at t r ibuted to the 
differing and varying situations, sociocultural milieu, work 
values, working conditions etc. 
In (1989)^^, Mishra h a s repor ted a s ignif icant 
relationship between job satisfaction and job involvement, 
although job stressors do not appear to represent as an 
important moderator variable on the job satisfaction job 
involvement relationship. 
The people who are more involved in their job are 
more likely to show better performance, ready to take up 
new responsibilities get variety into the jobs and attain 
excel lence . In other o ther words h igher the job 
involvement level, more accountability the person carries. 
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CONCLUSION 
The study of job involvement is necessary because it 
has its direct influence on work performance which is 
usually a common goal if all organisation especially, of 
industrial productive organization. Therefore, the outcome 
of this study will help the organisations to redesign and 
restructure the over all functioning of the organization and 
to gear up its efficiency by way of employing various 
benefits programmes. 
Need and Significance of the study 
A library is the dominant agency for dissemination of 
knowledge libreiries play constructive role in the fulfilment 
of our aspirations and programme for formal and adult 
education, R 85 D and industr ial izat ion for successful 
funct ioning and performance of i t s manifold d u t i e s , 
libraries require personnel with a high degree of technical 
skill, intelligence, imagination, initiative, efficiency and 
u n d e r s t a n d i n g . They a re , therefore , to be not only 
professionally qualified, competent and efficient but also 
be lively, active, contended and well satisfied with their 
jobs. Thus, the need to study the various components of 
job satisfaction and their affects has become essential. In 
India only a few large scale studies concerning the job 
satisfaction of library professionals have been under taken. 
A large n u m b e r of inves t iga t ions have been 
undertaken to explore the effect of different personality 
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variables on employees behaviours, attitude towards and 
adjustment with various components of job. There has 
been little attempt to deal with the relationship between 
personality variable and job satisfaction l ibraries. The 
effect of job involvement on a t t i t u d e s , voca t iona l 
adjustment and job behaviour, of the individuals in the 
context of libraries has remained almost a neglected are 
of research so far. This is a empirical study to establish 
some r e l a t i onsh ip be tween job involvement and job 
satisfaction in the library environment which could be 
useful for maximizing the output and efficiency of library 
operations. 
Selection of the problem: 
The problem for the present study is entitled "Job 
sa t i s fac t ion and job involvement among l ibrary 
professionals working in Kanpur university library and its 
affiliated colleges. 
OBJECTIVES OF THE STUDY: 
The objective of the present study are 
1. To measure the job satisfaction ad job involvement of 
professional staff working in Kanpur university and its 
affiliated colleges according to the hierarchy of their 
posts. 
2. To measure the extent of job satisfaction and Job 
involvement. 
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3. To s tudy the effect of job involvement on job 
satisfaction and their interrelationship. 
4. To know the differences if any between the different 
groups of professional staff such as men, women 
staff, senior and junior level staff in satisfaction with 
work. 
5. To determine the relat ionship if any, between job 
satisfaction and the independent variables such as 
age, sex, martial status, length of experience. 
6. To determine the relat ionship if any, between job 
involvement and the independent variables such as 
age, sex, martial status, length of experience. 
HYPOTHESIS 
In the Ught of the available theoretical constructs, the 
major hypothesis framed to throw light on the effect 
of job satisfaction on the job involvement of the 
library professional employees are 
1. The relat ionship between job involvement and job 
satisfaction of professional library employees will be 
directly related 
2. There will not be significant difference between the 
level of job satisfaction score of high age and low age 
group of library professionals. 
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3. There will not be significant difference between the 
level of job satisfaction score of high experience and 
low experience group of library professionals. 
4. There will not be significant difference between the 
scores of married and unmarried groups of library 
professional. 
5. There will not be significant difference between the 
level of job satisfaction score of Male and Female 
group of library professional. 
6. There will not be significant difference between the 
level of job satisfaction score of pe rmanen t and 
temporary group of library professional. 
7. There will not be significant difference between the 
level of job involvement score of high age and low 
age group of library professional. 
8. There will not be significant difference between the 
level of job involvement score of higher experience 
and low experience group of library professional. 
9. There will not be significant difference between the 
level of job involvement score of mar r i ed and 
unmarried group of library professional 
10. There will not be significant difference between the 
level of job involvement score of male and female 
group of library professional. 
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11. There will not be significant difference between the 
level of job involvement score of permanent and 
temporary group of library professional. 
METHODOLOGY 
The present study is conducted on randomly selected 
sample of 74 library professionals working in kanpur 
university an its affiliated colleges. The following tools 
were used together the information from subjects 
1. J.S.Q.: Job satisfaction questionnaire was developed 
by Shailender Singh (1989) was to measure level of 
job satisfaction. It contain 20 items. 
2. J.I.S.: Job involvement scale developed by Lodahl 85 
Kejner (1965) was used to m e a s u r e the job 
involvement. The split half reliability, concurrent and 
const ruct validity of the 20 items scale has been 
reported by the authors. 
SCOPE AND LIMITATIONS OF THE STUDY 
The present study entitled "job satisfaction and job 
involvement among library professionals working in Kanpur 
university an its affiliated colleges". The main purpose of 
this study is to investigate the job satisfaction and job 
involvement among l ibrary profess iona ls of Kanpur 
university and its affiliated college libraries. 
For the study, the variables taken are l ibrar ians , 
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D e p u t y l i b r a r i a n s , p r o f e s s i o n a l A s s i s t a n t , J u n i o r 
professional Assis tant and semi professional Ass is tants of 
Kanpur University Library and its affiliated college libaries. 
Even though h a r d a t t e m p t h a s been made to m a k e 
the s t u d y a s p rec i se a n d objective a s poss ib le c e r t a i n 
l i m i t a t i o n s m i g h t h a v e c o m e i n t o t h e s t u d y , t h e 
inves t iga to r w a s able to iden t i ty some of the m e a s u r e 
l imitations such as : 
(a) The p r e s e n t s t u d y c o n s i s t s of L i b r a r i a n s , D e p u t y 
Librarians, Professional Assistant , Jun io r Professional 
Assistant and Semi professional Assistant . 
(b) The g e o g r a p h i c a l a r e a i s r e s t r i c t e d to in K a n p u r 
university and its affiliated colleges l ibraries. 
CHAPTERS DESIGN 
Chapter 1: Introduction: 
An a t t e m p t is m a d e to expla in the c o n c e p t of job 
satisfaction and job involvement followed by need and 
job significance, select ion of problem, , objective of 
the s tudy and hypothesis . 
Chapter II: Review of Related Literature: 
A total n u m b e r of 31 previously publ i shed l i te ra ture 
r e l a t ed to job sa t i s fac t ion a n d job involvement a re 
summarized. 
[ 2 6 ] 
introduction 
Chapter III: Methodology: 
This chap t e r c o n t a i n s the problem, object ives , 
hypothesis, methodology, sample population, variables 
taken, tools and technical employed data and data 
analysis Method. 
Chapter IV: Analysis and Interpretation of data: 
This chapter deals with the analysis and interpretation 
of data collected through questionnaires. 
Chapter V: Conc lus ion , f ind ings , s u g g e s t i o n s & 
Recommendations for further research. 
The last part of dissertation form bibliography and 
appendixes. 
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The review of related literature is very essential in a 
new research topic. Study of related l i terature implies 
locating reacting and evaluating reports of research as well 
as report of the casual observation and opinion that are 
related to the individual planned research project. 
In any worth while the study in a field of research, 
researcher must have an adequate and update knowledge 
of the work that has already been done in the area of 
his research. 
In brief this chapter presents an overall review of 
s tudy conduc ted in abroad as well a s India , in a 
chronological order regarding the topic "Job involvement 
and Job satisfaction among library professionals working 
in Kanpur university library and its affiliated college 
libraries". The investigator reviewed only those studies 
which are similar to the present study. 
Lawler and Hall (1976)^ Conducted the study under 
the title "Satisfaction, Job involvement, and int r ins ic 
motivat ion: An extension of Lawler and Hall 's factor 
analysis". The present study contain a methodological 
w e a k n e s s t h a t makes i n t e rp re t a t i on of the i r r e s u l t s 
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problematic. This weakness pertains to scaling difference 
be tween the sa t i s fac t ion m e a s u r e s and the i t ems 
comprising the other two variables. The present s tudy 
attempted to overcome this method difference by using " 
is now" m e a s u r e s of sa t i s fac t ion r a t h e r t h a n the 
d iscrepancy measu re s used by Lawler and Hall. The 
involvement and motivation variables were measured on 
standard, 'Likert-types' scales. The study also extended 
their resul ts support Lawler and Hall's conclusion that 
t hese job a t t i t u d e s are conceptua l ly d i s t i nc t and 
empirically independent; their findings seem to apply both 
blue and white collar workers. 
Rabinowitz and Hall (1977)2 made the study under the 
title "Organisational research on job involvement". The 
objective of the study was (i) to study involvement as an 
individual characteristics (ii) to study job involvement a 
si tuationally determined variable, (iii) as a product of 
person - situation interaction, (iv) present a profile of the 
job involved person. Job involvement in this study was 
measured by three items from Ladahl & Kejner's scale. 
Job involvement is related to three classes of working 
variables: personal characteristics, situations characteristics 
and working out come. 
Bajan (1978)3 made the study under the title "Job 
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involvement in high and low anxious working women". The 
p u r p o s e of the p r e s e n t s tudy was to find out the 
relationship between the amount of anxiety and the degree 
of job involvement in working women. Job involvement 
scale (Lodahl 8B Kejner) and Anxiety scale Sinha) were 
individually and ministered to 125 working women to 
measure their degree of job involvement and the anxiety 
level. As a r e su l t , a posit ive cor re la t ion was found 
between the amount of anxiety and job involvement, 
findings of the present study shows that people with high 
anxiety are more involved in their jobs. 
Cheloha and Farr (1980)'* made the study under the 
little "Absenteeism, Job involvement and Job satisfaction 
in an organizational setting." In this study measures of 
job satisfaction, job involvement, and absenteeism were 
gathered for a sample of state govt, employees. Zero order 
correlation results indicate that both job satisfaction and 
job involvement were inversely related to absenteeism, but 
the job involvement was more consis tent ly related to 
ab sence behaviour . The r e su l t revealed t h a t job 
involvement was related to absenteeism, job satisfaction 
was not. The major purpose of the present study were to 
examine the relation ship between absentee ism using 
sample and partial correlational techniques and to provide 
more data on job involvement. 
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Anantharaman 85 Subha (1980)^ made study under the 
title "Job involvement, need satisfaction and organisational 
climate." The objective of the present investigation is to find 
out the re la t ionship between job involvement and 
organisational climate. Need satisfaction (Porter 1966), Job 
involvement (Lodahl 85 Kejner 1964) questionnaire were 
administered to a group of 75 managers. The major findings 
are that there is no relationship between job involvement 
and satisfaction of various needs accepts self actualization 
need. There was no relationship between job involvement and 
the various dimensions of organisational climate. 
Anantharaman & Deivasenapathy (1980)^ conducted the 
study under the little "Job involvement among managers, 
Supervisors and workers". The objective was to know who 
is very much affected personally by his total job situation. 
The sample consist of 20 managers, 26 supervisors and 
30 workers from a large publ ic sector i ndus t ry in 
Madras city. The job involvement scale designed by Lodahl 
85 Kejner (1965) was used in the present study. They 
shows the mean job involvement of managers, supervisors 
and workers. Managers were more involved in their job 
than supervisors and workers. Workers were less involved 
t han superv isors . The differences in job involvement 
between managers , supervisors and workers were all 
significant. 
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Anantharaman (1980)^ made a study under the title 
"A study of job involvement among nurses." The objective 
of the present study is to find out the relation of job 
involvement to age, tenure, income and locus of control. 
The sample consisted of 57 female nurses, who have been 
se lec ted by simple r andom sampl ing me thod . J o b 
involvement scale (Lodahl SB Kejner 1964) was administered 
to the r e s p o n d e n t s to m e a s u r e job involvement . In 
conclusion a positive relat ion was found between job 
involvement and length of tenure in the present study. 
There was no significant relationship between income and 
job involvement. It was found tha t in te rna l locus of 
control alone to be significantly related to job involvement 
among nurses. 
Kanungo (1982)« Conducted the study under the title 
"Measurement of Job and work involvement". 
i) the objective of the study was to explore the nature 
of job and work involvement with in organizations. 
ii) to tes t the theoret ical predict ions derived from 
existing formulations on alienation and involvements 
iii) to develop separate measures of the two constructs 
three differential, questionnaire, and graphics were 
used. The conceptual basis of the two constructs and 
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the reasons for developing new measures of the 
c o n s t r u c t s are d i s cus sed . The collected from a 
h e t e r o g e n e o u s sample of 703 employees were 
analysed to establish reliability, construct validity 
and criterion relation validity of each measure. 
K Navalani (1984)^ Conducted the study under the 
t i t le "Job sat isfact ion in University l ib rar ies : Indian 
survey". The main objective was to study the level of job 
satisfaction of male and female professionals. Data was 
collected of 353 professionals from 23 university. He used 
the ins t rument that was "Likert Type" scale. In result , 
there was no significant difference in overall level of job 
satisfaction between sexes while significant difference 
appear between the seniors and juniors at the Os level of 
confidence. The juniors code lower than the seniors. 
U C Jain and Preatam Mathani (1986)^° conducted the 
study under the title "Perceived causes of Job satisfaction 
and dissatisfaction: Testing of Attribution Model," The 
s tudy a ims to identify the factors invaluable in job 
satisfaction and job dissatisfaction. It has also being seen 
tha t how the subjec ts perceived their satisfying and 
dissatisfying at t i tude towards their job and what type 
causes . Eighty five (85) unselected male workers and 
supervisors for two organisation of J a ipu r (Rajasthan) 
constituted the sample. The samples administered with 
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critical incident questionnaire, Job descriptive index Job 
values and attribution scale. The major findings was that 
all the four groups showed satisfaction with work, co-
workers and supervisor and dissatisfaction with pay and 
promotion. 
Khandelwal 8B Mathur (1987)1^ a study under the title 
"A study of job involvement in relation to some personality 
factors among or thopaedica l ly hand icapped and non 
handicapped bank employees". The aim of the study is to 
find out the relationship of job-involvement to personality 
factors among orthopaedical ly handicapped and non-
hand icapped Bank employees . Thirty or thopaedica l ly 
handicapped and thirty non-handicapped bank employees 
were tested on Lodahl 8B Kejner (1965) job involvement 
inventory scale. The non-handicapped employees were 
found to have higher job-involvement. The job involvement 
scores shows that the high job involved individuals tend 
to be shrewd, analytical as well as socially emotionally 
controlled. The handicapped employees with a higher job 
involvement scores tend to have a lower ego strength and 
are sober and prudent. 
Brooke and Russell (1988)i2 Conducted the s tudy 
under the title "Discriminant validation of Measure of job 
sa t i s fac t ion , Job involvement , and o rgan iza t iona l 
commitment". The purpose of the present study was to 
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evaluate the d iscr iminant validity of measu re s of job 
sa t i s fac t ion , job involvement , and o rgan iza t iona l 
commitment with in a single sample. Two sets of analyses 
were conducted to address this issue. First, a confirmatory 
factor ana lys i s was conduc ted t h a t t e s t ed whe the r 
measu re s of these cons t ruc t s were assess ing dis t inct 
a t t i tudinal dimensions. Second, relation between these 
three at t i tudinal variables and a number of other job-
related variables were examined. Data collected from a 
sample of 577 full-time employees of 327 bed veterans 
Adminis t ra t ion Medical cen t re . Job involvement was 
assessed by Kanungo, scale of 10 items to measure the 
degree to which the individual identifies with his/her own 
job. Results of these analyses indicated that the measures 
of job satisfaction, job involvement and organizational 
commitment assess empirically distinct concepts. 
Dolke and Srivastava (1988)^^ made the study under 
the title "Need. Satisfaction, job involvement and intrinsic 
motivation: A factor analytical study:" The objective of the 
p re sen t s tudy is to find out whether or not the job 
a t t i t u d e s of sa t i s fac t ion , involvement and in t r in s i c 
motivation are three conceptually distinct and empirically 
independent variables. The subjects were 200 male clerks 
employed. They used the clerical sample and technician 
sample. They applied Lawler and Hall scale. The result 
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provide fairly strong evidence for treating job involvement, 
in t r ins ic motivating and job sat isfact ion as sepa ra te 
attitudes. 
V PuUa Reddy (1990)^^ conducted the study under the 
title "Job satisfaction of the Librarians working in the 
university and the college libraries of Delhi: A study". The 
main objective was to m e a s u r e job sa t i s fac t ion of 
professional staff working in the university and college 
l ib ra r i e s of Delhi . Data was collected t h r o u g h a 
questionnaire from a random sampling of the librarians. 
The major findings was that job satisfaction of professional 
staff is not significantly related to independent variables 
such as age, sex, mari tal s t a tus etc. and there is no 
significant difference in Job satisfaction between university 
and college staff. 
Mishara (1991)^^ conducted a study under the title 
"Powerlessness stressor as a Moderator variable of the job 
involvement. Job satisfaction relationship". The objective of 
the study is to explore the potential moderator effect of 
power l e s snes s s t r e s so r on the job involvement job 
satisfaction relationship. The occupational s t ress index 
developed by Sr ivas tava and Singh (1981), the S.D) 
Employee's inventory developed by Pestongee (1973) and 
the job involvement scale developed by Kapoor and Singh 
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(1978) were administered on a sample of 400 first line 
industrial supervisors. The result has been achieved that 
the moderated regression analysis suggests that power 
l e s s n e s s do not have a modera t ing effect on the 
relationship of job satisfaction and job involvement. 
Elloy 8B Terpening (1992)^^ made a study under the 
title "An empirical distinction between job involvement and 
work involvement. Some additional evidence". The objective 
was to examine the potential existence of a conceptual 
d is t inc t ion between job involvement (ii) examine the 
function of how much the job satisfies one's salient needs 
and work involvement, (iii) to find out the generalized 
psychological ident i f icat ion with work. The work 
involvement is function of stable personality characteristics 
and job involvement is a function of the job's ability to 
satisfy salient needs and the degree of work involvement 
that an individual brings to the work situation. It provide 
theoretical distinction between job involvement and work 
involvement. 
Kumar 8B Achamamba (1993)^^ conducted a s tudy 
under the title "A comparative study of job satisfaction 
and job involvement among public and private sector 
employees" . The objective of it is (i) to s tudy the 
relationship between job satisfaction and job involvement 
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(ii) to compare the public and private sector employees on 
job satisfaction and job involvement. The sample for the 
investigation was randomly drawn from public and private 
indus t r i es s i tuated in and around Tirupati , They use 
Lawler and Hall scale to find out the differences between 
these two and one way analysis of variance was used. It 
is found that there is a significant relation ship between 
job satisfaction and job involvement for both workers and 
administrative staff. 
Ansari (1993)^^ Conducted a study under the title 
"Influence of organisational identification, Job-Tenure and 
income on job involvement - A study of engineers". The 
aim of the s tudy was to investigate the influence of 
organisational identification, job tenure, and income on job 
involvement. A sample of engineers comprising executive, 
assistant and junior engineers was randomly selected. In it 
Srivastava 8B Dolke's (1978) work identification scale was 
used to measure the aspect of identification with the 
organisation and a job involvement measured by the scale 
developed by Lodahl and Kejner (1965) was administered, 
too. The finding of the study revealed that organisational 
identification is significantly related to job involvement 
where as job-tennure and income have been found to be 
insignificantly related. 
Arun K Sen and Others (1993)^^ conducted study the 
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title "Job description involvement- A comparative study 
among organisational employees. This study was made to 
compare the job description index and job involvement 
with in three different groups of organisational employees. 
A total of 150 subjects were selected from an organisation 
in Far idabad out of which 50 were top managers . 50 
middle managers and 50 workers. Job descriptive index 
developed by Smith, Kendall and Hulin (1969) and Job 
involvement questionnaire developed by Lodahl and Kejner 
(1965) were used as measuring ins t rument . The major 
finding was t h a t the growth did not differ in job 
involvement scores but they different significantly on job 
descriptive index. 
Mishra and Gupta (1994)^° Conducted a study under 
the t i t le "Performance as a funct ion of employees-
motivation and job involvement". The objective of the study 
is to de te rmine the influence of motivat ion and job 
involvement on the performance of industrial worker. The 
work performance has been treated as dependent variable, 
while motivation and job involvement has been treated as 
independent variables. Job involvement scale developed and 
standardized by Kapoor and Singh (1978) was used. The 
study was conducted on 50 blue-collar industrial workers. 
The result indicates that the mean performance scores for 
the high motivated groups is higher in comparison to that 
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of the low motivated group. The performance scores are 
higher in the high job involvement group than in the low 
group. The coefficient and correlation between motivation 
and performance and be tween job involvement and 
performance is positive and significant. 
Gable and Dangello (1994)^1 Conducted a study under 
the t i t le "Job involvement, Machiavel l iansm and job 
performance". The objective of the study is to find the 
effect of job involvement on the re la t ionship between 
machiavelliansim and job performance, Mach IV Scale as 
well as Lodahl and Kejner's involvement was administered 
on 40 male store managers. Managerial job performance 
was measured through sales per square foot gross margin 
profit, and inventory turnover. Major findings shows a 
significant linkage between Machiavellianmism and the 3 
mteasures of job performance for managers who perceived 
themselves as possessing high levels of job involvement. 
Frone and Russell (1995)^2 conducted a study under 
the title "Job stress. Job involvement and employee health: 
A test of identity theory". The objective of it was (i) to 
identify relationships between job stressors and employee 
hea l t h , (ii) to t e s t the modera t ing inf luence of job 
involvement on the relationships of work pressure, lack of 
autonomy and role humidity to depression, physical health 
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and heavy alcohol u s e . Data were obta in t h rough a 
sample of 795 employed adults. The results are high level 
of job involvement exacerbated the relationships between 
role ambiguity and physical health, role ambiguity and 
heavy alcohol use, and work pressure and heavy alcohol 
use. 
Knoop (1995)23 conducted a s tudy under the title 
"Relationship among job involvement, job satisfaction and 
organizational commitment for nurses". The aim of this 
study is to examine whether involvement in work and job, 
commitment to the employing organization, and satisfaction 
with the job would be significantly related for 171 nurses. 
The findings revealed that, involvement was not related to 
overall job sa t i s fac t ion with work and promot ion , 
opportunitis. The degree of relationship between overall 
and specific facets of satisfaction and commitment and 
between involvement and commitment was moderately high. 
Orpen (1995)2^ conducted a study under the title "The 
effects of perceived age discrimination on employee job 
sa t i s fac t ion , o rgan i sa t iona l commi tment and job 
involvement" . The s tudy examined the r e l a t i o n s h i p s 
between (i) perceived age discrimination at work and (ii) 
job sa t i s fac t ion and involvement and o rgan iza t iona l 
commi tment among 103 employees of an Aus t r a l i an 
f inancial services firm. Ss completed q u e s t i o n n a i r e s 
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conta ining a 12 item version of the Action tendency 
m e a s u r e of job sa t i s fac t ion 10 item vers ion of the 
organisational commitment scale and job involvement scale. 
The r e s u l t shows the co r re l a t ions be tween age 
d i sc r imina t ion and job sa t i s fac t ion , be tween age 
d i sc r imina t ion and job involvement , be tween age 
d i sc r imina t ion and organ iza t iona l commi tmen t were 
significantly negative. 
Brown (1996)" conducted a study under the title "A 
meta-analysis and review of organisational research on job 
involvement" . The objective was to cor re la te the 
consequences and reports meta-analysis of 51 pair wise 
relat ionships involving job involvement. The resu l t s of 
meta-analysis support research suggesting by personality 
and s i tua t ions variable. Job involvement was strongly 
related to job and work attitudes but not role perceptions 
behaviour work outcomes. Moderator analyses indicated 
little difference in the strength of relationship based on 
involvement measure. 
Orpen (1997)^6 conducted the study under the title 
"The interactive effects of communicat ion quality and 
involvement on manager ia l job sat isfact ion and work 
motivation." The objective is to moderate the relationship 
between the quality of communication and employee job 
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satisfaction and work motivation was examined. A sample 
of 135 managers from 21 different firms in a variety of 
industries were picked up. The quality of communication 
for each m a n a g e r s was m e a s u r e d on a scale of 
o rgan iza t iona l communica t ion effect iveness . In a 
h i e r a r ch i ca l r egress ion ana lys i s , the involvement 
communica t ion in terac t ion added significantly to the 
explained variance in both satisfaction and motivation. 
Mangers who were more involved were more affected by 
the quality of communication. 
Riipinen (1997)^7 made a study under the title "The 
relationship between job involvement and well being". The 
objective is (i) to examined the differentiat ion made 
between job involvement based on need congruence (ii) to 
find out the need fulfilment in one ' job and job 
involvement. 220 female and male t eache r s and 213 
female secre tar ies completed a job involvement scale 
(Kanungo) a positive and negative effect schedule (Watson) 
was used. Job involvement based on need congruence was 
related to a high level of well-being. Job involvement not 
based on need congruence was independent from well-
being or was negatively related to it. Results shows that 
job involvement is re la ted to well -being only if the 
contracts are based on equal processes. 
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RD Pathak and DM Pestonjee (1997)28 conducted the 
study under the title "Organisational policies orientation as 
related to job satisfaction, job involvement among research 
and development personnel". The aim was this study was 
to investigate organizational policies orientation and its 
relationships job involvement among 51 supervisors from R 
86 D establishment in New Delhi. The data was collected 
through questionnaire method . The tools used were (i) JI 
scale of Kanungo (1982). (ii) J o b sa t i s fac t ion , 
dissatisfaction inventory of Pestonjee (1973, 1982). The 
r e s u l t was only job sa t i s fac t ion was found to have 
significant relationship with organizational policies. 
Gandharava Joshi (1998)^5 conducted a study under 
the title "Job satisfaction, Job involvement and work 
involvement. Among the employees of private and public 
sectors". The purpose of the study was to compare private 
and public sector employee interms of job satisfaction, job 
involvement and work involvement. The sample consisted 
of 165 employees of various levels belonging to public 
sector undertaking and 121 employees of various levels 
belonging to private sector undertakings located in Rajkot. 
The scale of job satisfaction, job involvement and work 
involvement developed by Kanungo (1982) were employed 
in this study. The study revealed that there is significant 
difference between private and public sector employees in 
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t e rms of job sa t is fact ion, job involvement and work 
involvement. Employees personal variables like age length 
of service, work experience on their p resen t job and 
month ly income had signif icant effect on the i r job 
satisfaction, job involvement and work involvement. 
Cooper (1999)^° conducted a study under the title 
"Occupational s t ress job satisfaction and well-being in 
anaesthetists". The objectives is to understand the extent 
and aetiology of occupat ional s t r e s s with in medical 
specialities is lacking despite the extensive research. To 
examine the nature of stress experienced by anaesthetists 
and its effects on job satisfaction. The multiple regression 
ana lyses found tha t organizat ional i s sues , especially 
communication with in the hospital and perceived lack of 
control were not important in determining job satisfaction 
and individual well-being. 
Friedman (1999)^^ conducted the study under the title 
"A comparison of job satisfaction among nursing assistants 
in nursing homes and the program of all- Inclusive care 
for the elderly (PACE)". The 349 full t ime n u r s i n g 
assistants in 5 PACE programmes and their neighbouring 
nursing homes were surveyed to assess job satisfaction. 
There were no significant nurs ing ass i s t an t s in the 2 
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models of care with rspect to demographic, job description 
or importance placed on job elements. Job satisfaction was 
higher among the PACE nurs ing ass i s t an t s reported a 
significantly higher prevalence of the chance to form close 
relationship with patients, variety, respect for suggestions 
by people was make decisions about pat ient care, the 
chance to use one's own judgement, the chance to discuss 
patients with other team members, and respect for choice 
in assignment type. 
CONCLUSION 
The s tudy re la ted to job sa t i s fac t ion and job 
involvement reveals t h a t a lot of survey have been 
conducted in various parts of the world, mainly to find 
out the job satisfaction and job involvement of library 
professionals. 
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WetUoio n 
ff/etkodoio n 
MBTHODOLOOY 
This chapter deals with methodology used in the 
s tudy and h a s been d i s cus sed u n d e r the following 
headings: 
Selection of the Problem 
Objectives of the study 
Hypotheses 
Methodology 
Sample population 
Variables Taken 
tools and techniques employed 
Data Analysis Method 
Selection of Problem: 
The problem for the p resen t s tudy ent i t led "Job 
Sat i s fac t ion and Job Involvement among Library 
Professionals working in Kanpur University Library and its 
Affiliated Colleges". 
Objective of the Study: 
The objective of the present study are v ' 
"• / ' 'r[' - y - . 
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i) To measure the job satisfaction and job involvement 
of professional staff working in kanpur university 
Library Systems according to the hierarchy of their 
posts. 
ii) To measure the extent of Job satisfaction 
iii) To s tudy the effect of job involvement on job 
satisfaction and their interrelationship. 
iv) To know the differences if any between the different 
group of professional staff such as men, women 
staff, senior and junior level staff in satisfaction with 
work. 
v) To determine the relationship if any between job 
satisfaction and the independent variables such as 
des ignat ion , age, mar i ta l s t a t u s , sex, length of 
working experience. 
vi) To determine the relationship if any, between job 
involvement and the independent variables such as 
des igna t ion , age, mar i ta l s t a t u s , sex, length of 
working experience. 
Hypotheses: 
In the light of the available theoretical constructs, the 
major hypothesis framed to throw light on the effect of 
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job involvement, on the job satisfaction of the library 
Professional employees are 
i) The job sa t i s fac t ion and job involvement of 
professional library employees will be directly related. 
ii) There will not be significant difference between the 
level of job satisfaction score of high age and low 
age group of library professionals. 
iii) There will not be significant difference between the 
level of job satisfaction score of high experience and 
low experience group of library professionals. 
iv) There will not be significant difference between the 
level of job satisfaction score of Male and Female 
groups of library professionals, 
v) There will not be significant difference between the 
level of job satisfaction score of pe rmanen t and 
temporary group of library professionals. 
vi) There will not be significant difference between the 
level of job involvement scores of high age and low 
age group of library professionals. 
vii) There will not be significant difference between the 
level of job involvement scores of high experience 
and low experience groups of Hbrary professionals. 
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viii) There will not be significant difference between the 
level of job involvement scores of marr ied and 
unmarried groups of library professionals. 
ix) There will not be significant difference between the 
level of job involvement scores of male and female 
groups of library professionals. 
x) There will not be significant difference between the 
level of job involvement scores of permanent and 
temporary groups of library professionals. 
Methodology: 
To m e a s u r e the job involvement of profess ional 
employees in re la t ion to the i r job sa t i s fac t ion , two 
separate scales were used. The "Job Involvement" was 
measured by a scale developed by Lodahl and Kejner 
(1965). The split -half reliability, concurrent and construct 
validity of the 20 item at 5 point rating scale was tested. 
It has seven negative keyed question i.e.flO, 13, 14, 16, 
17, 18, and 19), Total scores summed over the 20 items 
were obtained for each person. Low score indicated high 
job invovlement. In order to assses the satisfaction of 
library professionals the "Job Satisfaction Scale" developed 
and standardized by Shalainder Singh (1989) has been 
u sed . It also conta in 20 i tems and a ims to a s s e s s 
employee attitudes indicating their level of satisfaction and 
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dissatisfaction. The higher score shows higher level of 
satisfaction. 
Sample Population: 
Sample is the selection of small group of individual, 
objects or events from a population. The sample size is 
the most important factor for inferences from the results 
obtained keeping in view the objectives of the present 
s tudy. 74 professionals were randomly selected from 
k a n p u r un ivers i ty Library and i ts affiliated College 
libraries. 
Variables Taken: 
In order to get the meaningful conc lus ion the 
following are variables are taken 
Librarians 
Deputy Librarians 
Professional Assistants 
Junior Professional 
Junior Professional Assistants 
Semi Professional Assistants 
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Tools & Techniques: 
The following tools used to gather information from 
the subjects 
1. J.S.Q: Job satisfaction questionnaire developed by 
Shalainder Singh (1989) was used to measure the 
level of Job satisfaction of Library professionals. It 
contain 20 items at 5 point rating scale. 
2. J.I.Q: Job Involvement questionnaire developed by 
Lodahl and Kejner (1965) was measured the level 1 
of job involvement of library professionals. It also 
contains 20 items at 5 point rating scale. 
Data Analysis Method: 
The data collected through questionnaire are organised 
quantitatively and tabulated by using statistical methods, 
tables and percentages. Data collected are used for the 
formulation of the findings. 
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DATA ANALYSIS AND INTERPRETATION 
The data was collected using two scale-(i) job satisfaction 
scale developed by Shailender Singh (1989) and (ii) Job 
involvement scale developed by LodaM 8B Kejner (1965). 
After the data collection the next task is the data 
analysis and interpretation of result. Analysing means to 
categorizing ordering, manipulation and summarizing of 
data to obtained answer to research problem. The purpose 
of ana lys i s is to reduce da t a to intel l igible and 
in te rp re tab le form so t h a t the re la t ions of r e sea r ch 
problem can be studied and tested. 
The extent of job satisfaction and job involvement 
(mean satisfaction score and mean involvement score) of 
the professional library employees in terms of percentage 
are presented in the tables 1 and 2. 
The analysis of table 1 and 2 shows that there are 
considerable differences in the extend to which employees 
are satisfied and involved with their job (over all) in the 
area of satisfaction and involvement, 
The majority of employees i.e. 70.27% are satisfied 
with their present job and 45.94% of employees are more 
involved within their present job. 
Perhaps the employees are more satisfied over all or 
the dissatisfaction on account of over all is less. 
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But in the case of job involvement it is different. It 
show t h a t t hose who are more involved in the i r work, 
they are less satisfied. And those who are more satisfied 
with their job they show less involvement in their job. 
TABLE 1 
Exten*!^ o f o v e r a l l j o b s a t i s f a c t i o n o f l i b r a r y 
professional employees . 
Extent of 
Satisfaction 
Satisfied 
Dissatisfied 
N = 74 
52 
22 
Mean satisfaction 
Score 
73.26 
63.09 
percentage 
(Employees) 
70.27 
29.72 
TABLE 2 
Extenij^ of o v e r a l l i n v o l v e m e n t s of l ibrary 
professional employees 
Extent of 
involvement 
More involvement 
Less involvement 
N=74 
34 
40 
Mean involvement 
score 
62.88 
73.32 
percentage 
(employees) 
45.94 
54.05 
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TABLE - 3 
Post wise correlation of Job Involvement and Job 
satisfaction 
S.No. 
1 
2 
3. 
4. 
5. 
Post /Designation 
Over all 
Librarian 
Deputy Librarian 
Professional assistants 
Junior Professional Asst. 
Semi professional Asst. 
Correlation coefficient. 
0.10 
0.78 
0.09 
0.29 
0.16 
It can be seen from Table 3 that there is a low 
degree of posit ive cor re la t ion among the l ibrary 
professional employees except deputy librarian shows high 
degree of positive correlation. 
Post wise study of employee's Job satisfaction and job 
involvement. 
The mean job sa t i s fac t ion score and mean job 
involvement score of employees belonging to var ious 
categories of posts/ designations of libraries are shown in 
table 4. 
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TABLE 4. 
Post wise distributions of mean job involvement score 
and mean job satisfaction score of employees belonging 
to different posts/designations. 
1. 
2. 
3. 
4. 
5. 
Posts/Designation 
over all 
Librarians 
Deputy librarians 
Professional assts. 
Junior Prof.. Asstts. 
Semi Prof. Asstts. 
N 
12 
4 
33 
18 
7 
Mean (x) over 
job 
satisfaction 
77.9 
66.75 
72.87 
65.94 
67.85 
Mean (X) over 
all job 
involvement 
75.4 (24.6) 
67.25(32.75) 
70 (30) 
66.83 (33.17) 
63.42 (36.58) 
Based on the analysis of aforesaid figures, it can be 
interpreted that l ibrarians are more satisfied than the 
Deputy l ib ra r i an . Fu r the r , Deputy l i b r a r i a n s are 
comparatively less satisfied than professional Asstts and 
profess ional Ass t t s are more sat isf ied t h a n jun io r 
professional Asstts. While semi professional Asstts are 
marginally more satisfied in relation to Junior professional 
Asstts. Who are at the lower end of the post hierarchy it 
can be inferred that their is no consistent relationship 
between the job satisfaction and the hierarchy of the post. 
The trend is exhibited in the figure 1. The analysis 
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satisfaction and mean job involvement score of employees 
B Job Satisfaction 
a Job Involvement 
Librarians Deputy Librarians Professional Junior Prof. Asstt. Semi Prof. Asstts. 
Asstt. 
Employees 
Post wise mean job satisfaction score and mean job involvement 
score of employees 
65 . 
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of the mean job involvement score reveals t ha t the 
employees at a higher post exhibit lesser degree of job 
involvement as compared to employees holding a lower 
post in the library. However, mean job involvement score 
of the deputy librarians is only marginally higher than 
those of Junior Professional Asstts. 
The trend of relationship is graphically represented in 
figure 1. It indicates that there is an inverse relationship 
between the level of job involvement and hierarchy of 
posts in the library. 
TABLE - 5 
Influence of Experience on Job sat is fact ion among 
library professional employees. 
Groups compared 
High experience 
Low experience 
N 
28 
46 
M. J.S. 
74.28 
71.34 
S.D. 
11.3 
10.33 
t 
t= 1.145 
df = 72 p > 0.05 level of significance 
As shown in the table 5, that the mean satisfaction 
of high exper ienced groups of l ibrary profess ional 
employees is 74.28 with S.D 11.3 where as mean job 
satisfaction scores of low experienced group is found to be 
71.34 with S.D. 10.33. The two groups do not differed 
significantly with respect to their level of job satisfaction 
(t = 1.145). 
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TABLE - 6 
Influence of nature of employment on Job sat isfact ion 
among library professional employees . 
Groups compared 
Permanent 
Temporary 
N 
65 
9 
M. J .S . 
72.75 
71 
S.D. 
9.85 
12.29 
t 
t = 0.48 
df = 72 p > 0.05 level of significance 
As shown in the table 6, the mean satisfaction score 
of permanent employees of library professional employees is 
72.75 with S.D 9.85 where as meein job satisfaction scores 
of temporary employees group is found to be 71 with S.D. 
12.29. The two groups do not differed significantly with 
respect to their level of job satisfaction (t = 0.48). 
TABLE - 7 
Influence of marital s tatus on Job sat is fact ion among 
library professional employees . 
Groups compared 
Married 
Unmarried 
N 
61 
13 
M. J .S . 
71.40 
73.25 
S.D. 
10.15 
11.91 
t 
t = 0.57 
df = 72 p > 0.05 level of significance. 
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As shown in the table 7, tha t the mean satisfaction 
of meirried group of library professional employees is 71.40 
with S.D 10.15 where as mean job satisfaction scores of 
unmar r ied group is found to be 73.23 with S.D. 11 .91. 
The two groups do not differed significantly with respect 
to their level of job satisfaction (t = 0.57). 
TABLE - 8 
In f luence of s e x on Job s a t i s f a c t i o n a m o n g l ibrary 
professional employees . 
Groups compared 
Male 
Female 
N 
45 
29 
M. J .S . 
72.6 
71.41 
S.D. 
10.95 
9.75 
t 
t = 0.476 
df = 72 p > 0.05 level of significance. 
It is observed that from the table 8, that two groups 
of Male and female library professional employees do not 
differ significantly. 
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TABLE - 9 
In f luence of age on Job s a t i s f a c t i o n a m o n g l ibrary 
professional employees . 
Groups compared 
High age 
Low age 
N 
37 
37 
M. J .S . 
72.27 
72.8 
S.D. 
10.93 
9.54 
t 
t = .22 
df = 72 p > 0.05 level of significance. 
It is observed that from table 9, that the mean job 
sa t i s f ac t ion of h igh age g r o u p s of l ib ra ry p ro fes s iona l 
employees is 72.27 with S.D 10.93 where as job satisfaction 
scores of low age group is found to be 72.8 with S.D. 9.54. 
The two groups do not differed significantly with respect to 
their level of job satisfaction (t = 0.22). 
TABLE - 10 
In f luence of e x p e r i e n c e on Job i n v o l v e m e n t a m o n g 
library professional employees . 
Groups compared 
High experience 
Low experience 
N 
28 
46 
M. J .S . 
69.60 
67.65 
S.D. 
6.35 
7.09 
t 
t = 1.19 
df = 72 p > 0.05 level of significance. 
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As shown in the table 10, that two groups of high 
expe r i ence of l ib rary p ro fess iona l s a n d low expe r i ence 
library professionals employees do not differ significantly. 
The degree of involvement between high exper ience and 
low experience group of library professional are similar. 
TABLE - 11 
Influence of nature of employment on Job involvement 
among library professional employees . 
Groups compared 
Permanent 
Temporary 
N 
65 
9 
M. J .S . 
67.7 
73.3 
S.D. 
6.81 
7.65 
t 
t = 2.28 
df = 72 p < 0.01 level of significance. 
It is evident from Table 11 tha t the two groups of 
l ibrary professional employees differed significantly. The 
proposed hypothes i s is rejected. The degree involvement 
among permanent library professional irrespective of gender 
are significantly higher t h a n temporary group of l ibrary 
professionals. Results indicates that nature , of employment 
appeared a factor influencing the level of job involvement. 
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TABLE - 12 
Influence of Marital status on Job involvement among 
library professional employees. 
Groups compared 
Married 
Unmarried 
N 
61 
13 
M. J.S. 
66.68 
75.61 
S.D. 
5.88 
8.59 
t 
t = 4.56 
df = 72 p < 0.01 level of significance. 
It is evident from Table 12, that the two groups 
of married and unmarr ied library professional differed 
significantly. The proposed hypothesis is rejected. The 
d e g r e e of i n v o l v e m e n t among m a r r i e d l i b r a r y 
profess iona l i r respec t ive of gender are s ignif icant ly 
higher than unmarr ied group of library professionals. 
Results indicates that the marital s ta tus appeared as a 
factor influencing the level of job involvement. 
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TABLE - 13 
Influence of Sex on Job involvement among library 
professional employees. 
Groups compared 
Male 
Female 
N 
45 
29 
M. J.S. 
81.3 
66.8 
S.D. 
6.28 
8.87 
t 
t = 8.30 
df = 72 p < 0.01 level of significance. 
It is evident from Table 13, that the two groups 
of sex, male and female l ibrary profess ional differed 
significantly. The proposed hypothesis is rejected. The 
degree of involvement among female library professional 
i r respec t ive of gender are s ignif icantly h igher t h a n 
male group of library professionals. Resul ts indicates 
that the sex appeared as a factor influencing the level 
of job involvement. 
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TABLE - 14 
Influence of Age on Job involvement among library 
professional employees. 
Groups compared 
High age 
Low age 
N 
37 
37 
M. J.S. 
66.77 
68.08 
S.D. 
6.98 
7.42 
t 
t =0.77 
df = 72 p > 0.0 5" level of significance. 
It i s e v i d e n t from T a b l e 14, t h a t t h e two 
g r o u p s of l ib ra ry p ro fess iona l in terms of age tha t 
t he m e a n job i n v o l v e m e n t of h igh age g r o u p s of 
library professional employees is 66.77 with S.D. 6.98 
whereas mean Job involvement scores of low age group 
is found to be 68.08 with S.D. 7.42. The two group 
do not differ significantly (t = 0.77). 
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CONCI^USION, FINDINGS AND 
SUGGBSTIONS 
The profess ional employees working in l ibrary 
environment and similar job conditions elicit different 
magnitude of job involvement which exerts differential 
effect on their adjustment and overall behaviour at work. 
Thus, library employees demonstrate individual differences 
in job involvement which, in the present study, concerns 
apprehensions and feelings of fearfulness in overall. Hence, 
the library employees degree of job involvement must 
receive due consideration by the library authorities while 
assessing their behaviour at work. Other wise, a library 
employee with chronic job involvement may jeopardize the 
whole working env i ronment . The s t ra tegy in l ibrary 
personnel management should, therefore, consti tute an 
attempts to take care of dissatisfying state of affairs in 
the library job situation, lest the later may produce less 
Job involvement among its employees and prevent from 
achieving the libraries goal of optimum service to readers. 
The extent of job involvement and job satisfaction 
shows that those who are more satisfied with their work 
they show low degree of involvement with their work. 
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high experienced and low experienced library 
professionals have similar level of job satisfaction. 
5. The level of job sa t i s fac t ion among l ibrary 
professional is not influenced by their age. Therefore, 
high and low aged library professionals have similar 
level of job satisfaction. 
6. The level of job satisfaction among male and female 
do not differ significantly. 
7. The level of job satisfaction among permanent and 
temporary employees of library professionals do not 
differ significantly. 
8. The level of job involvement among l ibrary 
professional is more influence by their experience. 
Therefore, high experienced and low experienced 
l ibrary profess iona ls have similar level of job 
involvement. 
9. The level of job involvement among high and low 
aged library professionals do not differ significantly. 
10. The level of job involvement among female library 
professional is higher than male library professional 
employees. 
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The level of job involvement and job satisfaction are 
not much influenced by various independent variables 
such as age, experience, marital status and sex. 
Level of job sa t i s fac t ion among high and low 
categories of library professional employees with various 
variables such as age experience marital s ta tus do not 
show much difference. But the level of job involvement 
among married employees is higher than the unmarried. 
And also in male and female category of library employees 
the female have more involvement in comparison to male 
library professional employees. 
FINDINGS 
1 Library employees in job involvement yielded the 
inverse relation with overall job satisfaction scores. 
2. Library professional employees such as librarians and 
profess ional a s s i s t a n t s are more sat isf ied in 
comparison to Deputy librarian, junior professional 
assistant and semi professional assistants. 
3. The level of job involvement in librarian is less as 
compared to the employees at the lower posts. 
4. The level of job satisfaction among library professional 
is not more influenced by their experience. Therefore, 
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11. The level of job involvement among married library 
profess ional is h igher t h a n u n m a r r i e d l ibrary 
professional employees. 
12. The level of job involvement among p e r m a n e n t 
library professional is higher than temporary library 
professional employees. 
TENABILITY OF HYPOTHESES 
The tenability of the hypotheses can be checked in 
the light of above findings. 
Hypotheses - I 
The relat ionship between job involvement and job 
sat isfact ion of l ibrary professional employees will be 
directly related. 
It is clear from the result of the study that library 
profess ional employees having higher degree job 
satisfaction posses least involvement. So hypotheses is 
rejected. 
Hypothesis - II 
There will not be significant difference between the 
level of job satisfaction score of high experience and low 
experience groups of library professionals.'^ 
•-^ r - .... . 
\ V 
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It is clear from the result of the study that there is 
significant difference between the level of job satisfaction 
scores of high experience and low experience groups of 
library professionals. So hypotheses is accepted. 
Hypothesis - III 
There will not be significant difference between the 
level of job satisfaction of high aged and low aged library 
professionals. 
It is clear from the result of the study that there is 
not s ignif icant difference between the level of job 
satisfaction of high aged and low aged groups of library 
professionals. So hypotheses is accepted. 
Hypothesis - IV 
There will not be significant difference between the 
level of job satisfaction of permanent and temporary 
groups of library professionals. 
It is clear from the result of the study there is not 
significant difference between the level of job satisfaction 
of p e r m a n e n t and temporary groups of l ibrary 
professionals. So hypotheses is accepted. 
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Hypothesis - V 
There will not be significant difference between the 
level of job satisfaction of male and female groups of 
library professionals. 
It is clear from the result of the study there is not 
significant difference between the level of job satisfaction 
of male and female groups of library professionals. So 
hypotheses is accepted. 
Hypothesis - VI 
There will not be significant difference between the 
level of job satisfaction of married and unmarried group of 
library professionals. 
It is clear from the result of the study there is not 
significant difference between the level of job satisfaction 
of married and unmarried groups of library professionals. 
So hypotheses is accepted. 
Hypothesis - VII 
There will not be significant difference between the 
level of job involvement of high experienced and low 
experienced groups of library professionals. 
It is clear from the result of the study there is not 
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significant difference between the level of job involvement 
of high experienced and low experienced groups of library 
professionals. So hypotheses is accepted. 
Hypothesis - VIII 
There will not be significant difference between the 
level of job involvement of high aged and low aged groups 
of library professionals. 
It is clear from the result of the study that there is 
not s ignif icant difference between the level of job 
involvement of high aged and low aged groups of library 
professionals. So hypotheses is accepted 
Hypothesis - IX 
There will not be significant difference between the 
level of job involvement scores of p e r m a n e n t and 
temporary groups of library professionals. 
It is clear from the result of the study that there is 
significant difference between the level of job involvement 
scores of permanent and temporary groups of library 
professionals. So hypotheses is Rejected 
Hypothesis - X 
There will not be significant difference between the 
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level of job involvement of scores of male and female 
groups of library professionals. 
It is clear from the result of the study that there is 
significant difference between the level of job involvement 
scores of male and female groups of library professionals. 
So hypotheses is Rejected 
Hypothesis - XI 
There will not be significant difference between the 
level of job involvement of scores of mar r i ed and 
unmarried groups of library professionals. 
It is clear from the result of the study there is a 
significant difference between the level of job involvement 
scores of mar r ied and u n m a r r i e d g roups of l ibrary 
professionals. So hypotheses is rejected. 
SUGGESTIONS 
The p r e s e n t s tudy p u t s forwards the following 
suggestions 
1. Job security factor plays an important role in the 
satisfaction of the library professionals. So it should 
given due weightage. 
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2. To give due weightage to the work rendered by 
professional staff at the time of selection for the 
higher posit ions or in promoting to higher level 
positions. 
3. To award a certificate of merit in recognition of their 
work done which may help them in getting a higher 
post in other organizations. 
4. To publicise the names of professional staff who 
performed in the job well both with in the library 
especially in staff meetings and outsides the library 
particularly in professional journals. 
5. Supervisors also should give due recognition to the 
work of s u b o r d i n a t e s . This may be an 
acknowledgement an approval of an acclamation. 
6. The study of the effect of job involvement on the job 
satisfaction needs to be done with the sample from 
the large number of different types of employees. 
7 Similar invest igat ions need to be carried out to 
establish or refute the validity of the findings of the 
present study. 
182] 
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8. Sufficient facilities should be provided to library 
professionals for enriching their services. 
9. Policies should be modified, wherever necessary to 
faci l i ta te the career advancemen t of l ibrary 
professionals. 
10. More research is needed on the joint effects of 
individual and situational variable on job involvement 
[ 8 3 ] 
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APPENDIX - I 
(QUESTIONNAIRE) 
Please fill up the columns in the space provided 
GENERAL 
1. Name: 
2. Name of the Institution: 
3. Designation/status: 
4. Academic Qualification: 
5. Technical/Professional qualification: 
6. Work Experience (in completed yes): 
7. Age (in completed yes): 
8. Sex: Male/Femede: 
9. Marital Status: 
10. Nature of Job; Permanent/Temporary: 
_^ppendix 
rpp 
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APPENDIX - II 
(JOB SATISFACTION SCALE) 
INSTRUCTIONS: 
Here some of the situation have been given below and you are 
requested to read edl statements carefully and assign a number 
a g a i n s t e a c h s t a t e m e n t s in t e r m s of your s a t i s f a c t i o n / 
dissatisfaction in the manner given below. 
Give a score of (5) if you feel highly satisfied 
Give a score of (4) if you feel satisfied 
Give a score of (3) if you feel moderately satisfied 
Give a score of (2) if you feel dissatisfied 
Give a score of (1) if you feel highly dissatisfied 
1. Physical working conditions. 
2. The freedom to chose your won method of working 
3. Your fellow workers/Colleagues 
4. The recognition you get from good work 
5. Your immediate boss 
6. Amount of responsibility you are give 
7. Opportunities to use your ability 
8. Relation with management and workers 
9. Your rate of Pay 
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10. Your chances of promotion 
11. The way your firm/orgeinisations managed. 
12. The attention paid to suggestion you made 
13. Your hours of work 
14. The amount of variety in your job. 
15. Your job security. 
16. Opportunity to help other with personal problem at work 
17. Chances to learn new things. 
18. Power and prestige in the job 
19. Opportunity to make decision. 
20 Opportunity of to achieve some thing worth while 
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(JOB INVOLVEMENT SCALE) 
You are requested to read carefully each statement and rate 
them from 1 to 5. Try to be honest in your answer as far as possible. 
Your answer will be keeps secretly and confidential. 
• If you totally agree put (5) in the bracket 
• If you partially agree put (4) in the bracket 
• If you undecided agree put (3) in the bracket 
• If you disagree put (2) in the bracket 
If you find yourself total disagreement then put (1) in the 
bracket 
1. I will s tay overtime to finish a job even if, I am not paid 
for it. ( ) 
2. You can measu re a person pret ty well by how good a job 
h e / s h e does. ( ) 
3. The major satisfaction in my life comes from my job.( ) 
4. For me, time a t work really fly by. ( ) 
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5. I usual ly show up for work a little early to get th ings 
ready. ( ) 
6. The most important that things that happen to me 
involves my work. ( ) 
7. Sometimes, I like awake, at night thinking ahead to the 
next day's work. ( ) 
8. I am really perfectionist about my work. ( ) 
9. I feel depressed when 1 fail at something connected with 
my job. ( ) 
10. I have other activities more important then my work.( 
) 
11. I live, eat and breathe my job. ( ) 
12. I would probably keep working even if I did not need the 
money. r \ 
13. Quite often 1 feel like staying home from work instead of 
coming in. ( ) 
14. To me, my work is only a small past of who I am.( ) 
194] 
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15. I am very much involved personally in my work.( ) 
16. I avoid taking on extra dut ies and responsibi l i t ies 
in my work. { ) 
17. I used to be more ambit ious about my work than I 
am not. ( ) 
18. Most things in life are more important than work.( ) 
19. I used to care more about my work but now other things 
are more important to me. ( ) 
20. Sometime I would like to kick myself for the mistake, I 
make in my work. ( ) 
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